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ABSTRACT * 

A study was conducted to determine how the business 
community in a large mid-southern city perceived disabled persons and 
the types of information potential employers fit handicapped 
individuals desired concerning specific handicapping conditions. The 
study*also explored differences in perceptions of employers and 
vocational rehabilitation counselors, of the job potential of. 
individuals with visible and non-visible handicaps. Employers and - 
counselors completed questionnaires regarding information they might 
have wanted to know about handicapped applicants. They also attended 
separate workshops at which they viewed videotapes of an individual 
with a visible handicap (C-6 Quadraplegia) and an individual with a 
non-visible handicap (Wegener's Granulomatosis) and. then checked ail 
jobs on a job. list for which they felt thQ individuals were qualified 
or could be trained. Employers received information* on interviewing 
handicapped individuals, job modifications and accommodations, and 
general information on disabilities. Results indicated employers had 
little awareness of different types of /disabilities and potentials of 
disabled individuals. They were able to identify appropriately 
suitable jobs for the individual wit> a visible handicap but' not for 
the' individual with ia. non-visible handicap. Counselors ^were able to 
appropriately identify job potential. Counselors 1 concerns focused on 
individuals with visible disabilities; employers 1 concerns focused on 
non-visible disabilities* (SixHables are appended.) (YLB) 
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The advent of Public Laws 94-T42 (The Education otjpjflpp, Handicapped Children' 



Apt of 1975), 94-482 (The Education Amendments of l?76f title II), aiid 93-112 
(The Rehabilitation Act of 1973) has highlighted the rfcht to 'education and 
emplfiyment of the handicapped. .Although significant advances 'have been made 
In these areas, there are still numerous shortcomings. One of the areas 'with 
notable problems is that of job opportunities for the handicapped. According * 
to a recent report supported by the Office of Education (now referred to % as Office 
of Planning, Budgeting and Evaluation), only forty percent 5 of the handicapped 
adults in the United States are employed during a given year, compared to 73 per- 
cent of the nondisabled population (Levitan & Taggarts, 1976).. Many plans have, 
been developed to facilitate the job placement of the. handicapped; however, most 

plans have focused on the cooperation between vocational education, special 

* * t ' 

education, and vocational rehabilila^ion. Few*plans have included the local 

business community (Fafard & Haubrich, 1981; Heller, 1981; Jenk-ins'& Odle, 1980; 

9 

Wimmer, 1981). The usual model for ffssistfng the handicapped to find employment 
involves a single, member of the'primary agency serving the handicapped. This 
individual is responsible for contacting local business to locate a job for 
a specific handicapped individual after his/her vocational evaluation and/or 



training is complete (Razeghi, 1979; Simek, Matilsky & Banks, 1979). To date, 
the few models involving the business community are situated in small commuhities 
which have only one center that is involved in the training of the handicapped 
CStone, 1979; Wright, 1980). In these types of programs members of business 
community usually serve on an -advisory council. Tfre effectiveness of thi s 
type cff program in a large urban area, however, is questionable. In large cities 



there are numerous vocational ^-technical centers", secondary education programs, 
and rehabilitation programs that serve the handicapped. At any giyen time there 
may be more than l,OQ0 disabled individuals seeking employment. In, addition, 
the large city often has hundreds of different industries with a variety of 
concerns that could not be addressed by one advisory council. What it needed 
in this setting is a system that takes into account the needs of the business 
community, maintains a Use of the jobs available. to any given timfe that are 

r 

■ * . i * 

suitable for the handicapped, and provides the information that each ^business 

needs to have in order to facilitate the employment of the handicapped indi vidua 

I^n addition, this same % "information would be of great service to the various . , 

agencies that serve the' handicapped in providing them with the mosft suitable 

vocational placement^ This* placement process must be continuous to\insure * 

appropriate placement, rather than the "hit and miss 1 ' procedure now being used. 

The Vocational Evaluation Lab, in the Department of Special Education and 

Rehabilitation at Memphis State University, conducted a three month folloty-up, , 

in the Fall of 1981, of,?6 clierrts who had been evaluated in -the lab during a 

four (4) month period. Of the 36 clients, eight (8') were employed, 1.4 were rn 

v M 

training programs and 14 were not actively involved in any type of program. 
When various rehabilitation counselors were questioned as to why these clients 
were hot placed the commQn answers were: "There are no suitable jdbs available 
for these individuals," "The business community will npt hire them due^o un- 
realistic expectations"., and "There was not enough time to place them". 

Prior to this follow-up study the Department of Special Education 1 and 
Rehabilitation at Memphis State University had been contacted by the Chairman 
of the Handicapped Committee of the Rotary Club, to develop a job 1 placement 
service for "the business community. The Chairman stated that the business 
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visible and non-visible handicaps, likewise, differences in Vocational, Rehabilitation 
Counselors 1 |$ercept;ions of job f>otentiaLof individuals with Visible ~^nd hon-. 
visible handicaps were explored with the ; results frrim both groups being compared. 
The information, fronj the study was then used to .determine, the feasibility of 

developing a placement service for the disabled as an additional .component to- 

* ,j * • » * • 

the Department pf Special Etiucati6n,and Rehabilitations Vocational Evaluation 

fc . f - : 

Lab. * ' . v ' , - v r; . ' 

Research Questions \ • . . 

9 1.0 Will employers differ in their views as to the job potential .of handi- 
capped individuals if the individual has a, visible handicapfor if the individual 
has 1 a non-visible handicap? * , 1 * * * " - - 

* o 

2.0 Will vocational rehabilitation* couhselors .differ in their views as to 
the job potential of handicapped individuals, if the individual' has a visible - 

•handicap or if the individual has a non-visible< handicap? 

« * • * 

3.0 Wi41 employers differ from vocational* rehabilitation counselors in their 

* * ' " . b ' •? ' % s ' 1. r 

views as to the job potential of an Individual with, a visible handicap? 

4.0 Will employers differ from vocational rehabilitation counselors in their 
views as* to the job potential of en individual With a non-visible handicap? 
— 5.0 Will employers desire any information concerning a handicapping' condition 
of an. individual. other than information that is directly related to the applicant's 
suitability far a specific job? " " 

6.0 Will employers 1 desired information concerning a handicapping condition 
differ from that which vocational rehabilitation counselors provide? / 
m • . 7.Q "Will employers desire a service, specifically developed f^ job placement 
of the handicapped? . ' 



8. 6\ Will vocational rehabilitation counselors desire a. service specifically 
-developed for job placement of the handicapped? • " ' . ** . 

1 Methodology ! 

Instruments •<-.. ' s . 

5 1 . - 

* • - * « 5 • 

Interview Videotape: Two 10 minute videotapes were developed, Ohe'tapfe 
was an individual with a visible handicap fC-6'Quadraplegia) and* the other tape 
was an individual ,w1th a non-v\sible handicap (Wegener's Granulomatosis) (see 
Appendix A for permission fbrtos). Both interviews v/ere conducted, by a doctoral 

} student \n vocational rehabilitation and followed the guidelines of interviewing . 
as given in Personnel Interviewing Theory and Practice (Lopex, 1975) (s>ee Appendix 
B for interview questions). At/no time was the individual 's handicap directly, 
addressed?. ■ . < ■ \ ^ - 

.Job Potential' Checklist: 'Two lists were developed/* one for each of the ^ 
handicapped -individuals d-jscussed above/ Each 'list included fifteen (15) ppssibje 

Jobs. Five (5) of £he choices* were, realistic job choices (one was the current 
employment .of the individual), five (5) of the choices were unrealistic job* 
choices and five (5)-of the cboices were under-employment Voices (see Appendices 
Ca and Cb for form' examples) * 

^ ■ Job-Match Questionnaire: A brief 10 question questionnaire wSs- developed 

to be given to members of the Rotary Club in order to determine the general ' 

* * * 

interest in, the project and to obtain names of personnel djYectors to be involved 
in this study, (see Appendix, D for an example of -this questionnaire). 

s 

Employer's Questionnaire: A detailed 15 question questionnaire was developed 
from data collected in a pilot study by Hil^er and Bragman (1981) as to information 
employers may want to kno\y about handicapped applicants (see, Appendix E for an 
example of this questionnaire). 



Counselor's Questionnaire; A modified questionnaire similar to the Employer 

^Questionnaire was developed and directed to the concerns of vocational rehabilita- 
- . ■• * *" *\ . - . ; ' % ' • ; -' ' 

counselors Csee Appendix^F for* an example of- this questionnaire ). ' • 

Procedure's ' 

• 1 To determine the* general interest i.n the project and ta obtain names of per- 

' ' >.. 

sonnel directors to be invoked in . this study the Job-M^tch questionnaire was 

given to 300 members , of the Rotary Club during ^thei'r regular meeting on^May 11^ 

• 1982. The chairman of the Handicapped Committee was responsible for "the * 

distribution arid collection of these questionnaires. This' data collection took 

'**••. • " * ' • " * 1 

IS minutes. 'Only thirty-five questionnaires were. completed. , *. 

From the* thirty-five (35) questionnaires returned a list of twenty-three 

(23.) individuals who were interested in the, project was determined. - Each of tliest 

individual s^ was contacted by phone and asked if he/she. was willing to complete * 

a more detailed questionnaire ancf .attend an awareness workshop. AlUof the 

individuals agreed to complete the questionnaire and twenty' (20) aTso^agreed to. 

participate in the workshop* Questionnaires with return postag§ paid envelopes 

were mailed. to the twerrty-three (23) individuals who agreed to complete them. 

* Through t;he Handicapped Student .Services at Memphis. State University two (2)' 

college students were identified who were white, male, and attractive. -One 

individual had a visible disability (wheelchair dependent, paralized from the 

6th vertabrae). The other individual had a non-visible handicap (Wegener's 

Granulomatosis, a, disorder in which scar tissue develops around tHe vital organs). 

The researchers met with these individuals to discuss the purpose of the project 

and what would occur in the video-taped interviews.- These individuals were then 

<« * * 

Video-taped at the Memphis State University Media Center; ■ . 



The Director of the Division of Vocational Rehabilitation 4n Memphis was 

• - • *~ 

contacted and the purpose of the project was explained. It was arranged to meet. 

' \ ' 

with all the vocational rehabilitation counselors'™ Memphis. on August 9, 1982. 

Qn the scheduled -date a meeting was held at 8:30 a.nr. with" the vocational ' . 

rehabilitation counselors of Memphis. The counselors were asked to first complete,. 

.the- Counselors 1 Questionnaire. They then viewed the video-tape of the ind'ivi^ual . 

with a non-visible handicap and'were asked to check all jobs on the JobrCTst* 

i - 

for which they felt the" individual was qualified or could'be trained. The '* /. *' 

.it • » . >t • 

counselors then viewed the video-tape of the individual with the visible disability 
and were asked to check all jobs on the Job-List for which the individual was . 
qualified pr could be trained. A discussion was then held as *£o the purpose of 
this' project. In addition, the counselors were asked to state their concerns 

in respect to the project. " \ ' • 

• ». i * * 
v . ( --* 

The date for the workshop Tor the employers was set for August 10,* T982 

• • • " ' • 1 . ' 

in the dining room of the Alumni Club at Memphis State University. One meeting 

was hejd from 12:00 to 1:00 and another was held from 4:00 to 5:00. ■ All individuals 

who had been interested in attending the workshop were contacted two (2) weeks prior 

to the workshop and sent a .letter of reminder with a map of^he campus one (1) week 

before. ^ * ' * - 

The praj^am-for the workshop is given iXAppendi>f% At the beginning of 

♦ • » 

the workshop the employers viewed the video-tape of the individual with a non- 
visible disability and were asked to check all jobs on the Job-Li-st for which 

■ ^ v 

they felt the individual was qualified or could be trained. The employers then 

viewed the video-tapeof the individual with a visible disability and" were masked , 

t ' . ■ < * »* 

to check all jobs on the Job-List for which they felt- the\1ndividual was qualified 

or could be trained. Following the viewing of the tapes a discussion .about the 

individuals viewed was -held. A presentation was then given on; ; guidelines for- 



•interviewing the handicapped", job modifications and accommodations, and general . ' 
information about different disabilities. In addition the employers discussed - 
their concerns abou^hiring the handicapped.. Mnformati on, about -Tax Qred its' was ,. 
distributed (see Appendix H). Due to- problems wlth'conflictingxschedufing of 
the-inttial workshops an additional workshop was scheduled for September 1, 1982 
at the Alumni Cl.ub. AM employers who were unable to attend the previous workshops' 
were contacted, two (2) weeks prior to the.workshop. A letter of reminder anjf 
map were sent to these employers one (1) v/eek prior to the workshop.. In addition, 
the twelve C12) employers who agreed to attend were called the day of the workshpp.'" - 

Subjects^ . ' ' - 

. From the thirty-five (35) persons who completed the Job-Match questionnaire 
twenty-three (23) stated 'they were interested in the .project. A summary of "the ■ v. 
results of this questionnaire -is given- in Table 1. " From the twenty-three interested 
'individuals, seventeen (17) returned the more detailed Employer's Questionnaire ' 
and el even \HH/ individuals actually, attended one of .the two .workshops and participated 
in'the study. Tv/enty-five (25) Vocational Rehabilitation Counselors completed 
the Counselor's Questionnaire and participated in the study, • 



Insert Table 1 About Here 



Results 

Research Question J .0: Eleven (11) employers participated in the study. . TaJ)le 
2 presents the frequencies of responses .on the Job-Check List for the individual 
with a vtsibje handicap and Table 3 presents the: ^frequencies of responses, on the 
.Job-Check List' for the* individual with, a non-visible handicap. These responses 
were then divided into realistic choices, unrealistic choices and "under-employment 



choices* Since ;the number of unrealistic choices selected was so low .(only one '0) 

for the. individual with a visible handicap)' analysis was done, only.Ton realistic 

* • \ •» • " 

and Under-employroent chplces..* The break-dpwn of job choices, is given in Table 4.. 

*. •- ' . • 

The'Wilcoxon Signed Ranks Test (Conover, 1980)* was Us*ed to determinejf there 

was a difference in the over-all number of choices. There .was no significant ; 

- \ t - ■ . * - . <, ± * . ; 

difference in the number of responses* vgiven (the T value obtained was .2087 
with p'= .417). Chi-square vfas used to determine if there was a difference in 
the distribution of responses for the individual with a visible handicap and -the 
individual with a nori-visqble handicap in: respect to real istic and under-employfrjefnt 
chorees. '"there was a difference in the distribution .of the ehoic^ (the Ch}~ * 
square with 1 df obtained was 4..05 with p<.05). The'Wilcoxon Signed tyxm test 
was- then used to determine if there was a difference in the n^bep^of responses 
of realistic jobs^or the individual with a visible handicap and*the individual 
with a rion-visible handicap. There was a significant difference .between the number' 
^g£>feal istic Jobs (the T value was 2.807 with p= .0002), The visible* handicap • 
was significantly higher in realistic jobs. Similarly * the W1 f lcoxon Signed Banks 
test was v used for under-employment .choices. There, was no significant difference 
.in the number of underemployment* choices (the T value obtained was .668 v/ith 
p= .748). K • ' ' 



Insert Tables 2, 3, 4 About Here 

* : * " * - - - ~« - - - - - - - - " 4 - r - 

I 

Research Question 2.0: Twenty-five (25) Vpcationa^Rehabilitation Counselors 
participated ig th<? study. Table 2 presents the frequencies of responses oil the 
Job-Check List fof*the individual with a visible handicap and Table 3 presents the 
frequencies of responses on the Job-Check List for the individual with a non-visible 
handicap! These responses were then^ divided into'real istic choices, unrSalis'tic 



choices and underemployment choices. Since the, number of "unrealistic choices 

was so low (three (3) for the individual with a noil-visible handicap), all 

analysis was'done on realistic and under-employment choices only. The break- 

down of job choices is given in Table 5". The Wilcoxon Signed Ranks test was used 

to determine if/there was a difference in the over-all number of choices. There 

was no significant difference in the number of responses given (the T value . 

obtained was .3838 with p= ,649).. Chi-square was then used to determine if 

there was a difference rn the distribution of responses- for the individual 'with 

a visible handicap and the individual with a non-visible handicap in respect 

to realistic and under-employment choices. Th§re was no difference in'th6 

distribution of the choices (the Chi-square with 1 df obtained was ,514 with p7.Q5). 

The Wilcoxon Signed Ranks test was used to determine if there was a difference 

in the number of responses of realistic jobs for the individual with a visible ' 

hapdicap and the individual ^with a non-visible- handicap and to determine if 

there was a difference in under-employment jobs. There was no- difference in 

either realistic or under-employment choices .(T= ,688, p='.253; T- .291, p- .615, 

« 

respectively). m 

Insert Table 5 About Here 

Research Question 3.0: To determine if there was a difference between employers 
and vocational rehabilitation counselors' views of the job potential of an individual 
with =i visible handicap the Chi-square test was used. There was a significant 
difference in the distribution of the choices for the employers and the vocational 
rehabilitation counselors (the Chi-square obtained with 1 df was 4.79 with p<.05). 
The Median Test was then used to determine if there was a difference in the number 
of over-a'll choices.* There was /io difference in the number of choices (the Chi- 
square value obtained was 1.66 with P7.05). The Median Test was also used to 



determine if there'was a .difference in the number of realistic choices and in ' 

the number of under-employment choices. There was a 'difference" in the view of ' 

'the employers and the counselors in respect to under-employment choices foV "the 

individual with a vtsi ble^'disabi 1 ity but not in respect to .realistic choices 

'(the Chi -squares obtained were 6.53 with p^. 05 and .13.0 with py.05 respectively). 

\, , ■ 

The employers were significantly higher on the under-employment! 

Research Question 4.0: To determine if there was a difference between employers' 

and vocational rehabilitation counselors' views' of the job potential of an -individual 

with a non-visible handicap the Chi-square test was used. There was a significant/ 

difference in the distribution of the choices for the employers and the vocational 

rehabilitation counselors (the Chi-square obtained with 1 df. was^ 66 with p<.05).. 

The Median Test was used to determine if»there was a difference in the number of 

over-all- cftoices. There was no-difference in the number of choices (the Chi-square 

obtained was .080 with P7p5)". The Median Test was also used to determine if 

there was a difference in "the number of realistic. choices and in the number of 

under-employment choices. There was a difference in' the view of the employers 

andtthe counselors in respect to realistic and under-employment choices for the 

individual with a non-visible disability (the Chi-squares obtained" were 10.60 

with p\T.05 and 4.15 with>p<.05, respectively). The employers were significantly 
. " . • • . 

lower on the realistic and significantly higher on the ^under-employment? 

Research Question 5.0: The results of the Employers' 'Q.uesti6nn'aire are given 
in Table 6. Prom inspection of the Table it can be noted that the employers wanted to 
know: 1) the general' effects of the disability on the job, 2) g <neral -information 
about the disability and 3) the legal concerns, v Th> employers also expected the 
disabled. interviewee to state his/her limitations and abilities as well as 
volunteer information about the disability,- I.rf fql low-up discussions at the 



12 

* 

workshop the employers added that this information should always be job related. 

Insert Table 6 About Here ' I ■ 



Research Question 6.0: The results of the counselors 1 questionnaire are given in 

Table 6. From inspection of this table it can be noted that in respect to infor- 

mation desired and information supplied thexe is little difference between the ' 

employers and the counselors. The largest differences, however, are in respect^- 

to the first five (5) questions which are related to when ^formation should r * 

be supplied and about which disabilities' this information should be supplied. - • 

" • . J 

Questio/i 1 dealt with modifications of the interviewing. * For the employees, 

the three highest ranked disabilities requiring interview modification were: 

^earning Disabled, Mentally Retarded, and Emptionally Disturbed (in order of 

o 

highest to lowest). Each of these disabilities was non-visibTe. For* the 



rehabilitation counselors, the four highest ranged disabilities requiring intjfrview 

modification were: Hearing Impaired, Mentally Retarded, ^urologically Impaired 

and Visually Impaired (in order of highest to lowest). 

Question 2 dealt with job modifications. For the employers, the three 

r 

highest ranked disabilities requiring job modifications were: Wheelchair - 
Dependent, Visually Impaired, and Cerebral Palsied (in order of highest to lowest). 
Fdr the counselor ^ the three highest ranked disabilities requiring job modifications 
were: Wheelchair Dependent ,'Cerebral Palsied, and Epileptic, (in order of highest 
.to lowest). 

Question 3 dealt with receiving information concerning the handicapped before 
interviewing. For the employers*, the four highest ranked disabilities that required 
information concerning the handicapped before interviewing were: Qerebral Palsied, 
Emotionally, Disturbed, Learning^ Disabled, Mentaljy Retarded, and Neurologically 
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Impaired. For the , counselors,' the three highest ranked disabilities requiring 

Information before the interview "were: Cerebral Palsied, Wheelchair Dependent, 

Emotionally Disturbed. 

Question 4 dealt with .receiving information concerning the handicapped before 

"hiring. :For, the employers, tfye five highest ranked disabilities requiring "* 

.Information before hiring were:. Cerebral Palsied, Drug Addicted, Emotionally 

Disturbed, Mentally Retarded 'and Wheelchair Dependent. For the counselor, the/ f 

* 

'three highest ranked disabilities requiring information before hiring were: - 

Cerebral Palsied, Wheelchair Dependent, Epi.leptic. 

* ■ *s. * « 

Question 5 plealt with obtaining information about the handicapped afte^ 

, • <* * * 

hiring. Fey; the employers the five highest ranked disabilities were: Epileptic, 

Hearing Impaired, Mentally Retarded, Speech Impaired, and~Visually Impaired. 

Three (3) employers, however, noted that it was' too late by this time. For 

the counselors, the five highest ranked disabilities requiring information after 

hiring were: Wheelchair Dependent, Visually Impaired, Hearing Impaired, Mentally 

Retarded, , and Cerebral Palsied. • * 
« - x 

Research Question 7.0: Of the 17 employers .who completed the Employers 1 
) Questionnaire, 15 stated thaf they would" like a service specifically designed 
for the placement of disabled (one stated he/she would not like the service 

m 

and one did not .check this question).' Only "'three (3) stated they would pay for 

the service however,- thirteen employers stated that, they would also like a. 

follow-up service to the placement service although only threfe ^3) stated they 

v would pay for this service. During the discussions in the workshop many ideas 

* # 
were generated concerning the service. ( These included: 1) having the placement servi 

act-as a clearing-house and networking facility to all other agencies, 2) developing 
a computerized program to expedite job-matching procedures for employers and > 

4 

clients, ^"providing consultation to employers concerning legal implications 



.15 



f 8 

such ats hiring and firing the handicapped, and 4) priding follow-up to employers 
to eliminate problems and ensure successful placement. 

* * * 1 

* 

Research Question 3.0: All the vocational rehabilitation counselors desired 
a service specifically developed for job placement of the handicapped which 
included a follow-up service. * 

\ Discussi on , - 

.. . \ 

The findings from this study give, additional insight. into the confl ictiqg 
views between the. business community and'the rehabilitation field as'to hiring 
the disabled. It is evident that a, closer network of communication must be 
developed* between these two, sectors to provide awkreness of each other's needs, 
,It is paramount that they work together with rehabilitation agencies providing 



continuous awareness workshops, foliow-up services and qualified disabled persons, 
•to meet the specified needs of the business community. As the results of the 
study indicate until th-is communication network is established the feasibility 
of developing a job placement service for the disabled at the present time is 
questionable. \ 

The major concern of this study relates to the low response rate' from the 
business community both in respect to involvement in the development of a - 
placement service for the qualified disabled and in respect to the hiring of 
'the qualified disabled. Only thirty-five (35) of more than 300 members of the v 
Rotary Club completed the initial JOB-MATCH questionnaire. Jhis was approximately 
10% of the group that had originally contacted the researchers to begin the 
placement project. The question,- then, is: Why was the response- rated so low. 

One factor, of cour.se, may be that .the present economic situation is 
not conducive to any type of employment service. Many employers stated they 
were not hiring anyone, disabled or otherwise. Anothe^ factor may have been 



7 the manner in which the questionnaire was presented to the members. Since 

1 * w «# 

3 the researchers could not be present during the meetings, there is no way to 

I determine fiow tt was* administered v The third factor, -lack of awareness of 

disabilities became apparent only when^the results of the research study from 

the few individuals .interested in hiring the disabled were analyzed. 

v ' An'examination of the results from the research study, the questionnaire, 

and thre discussion with the employers in the workshop, clearly indicates a 

# 

limited awareness of what "disabled" means., The employers had little awareness r 
of - differ en t'ty pes of disabilities and the potentials of individuals with 
different disabilities. One interesting finding, however, is that the employers 
were -"able to appropriately identify which jobs were the most suitable for the 
i nd i vi du^^wi WlTv Ts i bTe disability, but were not able to appropriately identify 
«• jobs for the individual with a non-visible disability. This lack of knowledge 
about non-visf ble fTaMicaps was.TTs'6 poi nted n5u~t "by" tfte ques ti ctnnai res . 
When the employers were questioned about non-v/isible disabilities, the answers al: 
\ reflected a 'lack of knowledge concerning. them. * s* 

AS expected, The Vocational Rehabilitation Counselors, trained in the 

' * I. 
area of f^habil itation, were able to appropriately identjfy job pot^rrtia! for 

disabled individuals . When the questionnaires fr.orq the. employers and the 

♦counselors were compared; among other discrepancies, it wtfs found that whiTfe 

the counselor's concerns focused more on individuals With visibly disabilities, 

the employers concerns focused more on non-visible disabilities . 

The results of this study strongly support the need for*«a systematic project 

to enhance employer awareness of the various' disabilities. 1 

tP The focus of this. project .should include; on-going awareness workshops 

to>discuss v arious yjsjble.and non-visible disabilities and rela te d implications 

. j . — . - / 

concerning myths and misconceptions about the multitude* of jobs qualified disabled 



persons can perform. . , ' . 

Secondly, rehabilitation agencies need 'to act as a coordinated, network' » 
to provide employers with Information on: job. modifications, t accommodations, 
current legislation concerning the handicapped nationwide organizations Interested 
in the handicapped awareness audio-visual materials for employers, strategies 
for successfully employing the disabled, etc. 

Thirdly, rehabilitation agencies need to offer support services to employers 
by providing a comprehensive follow-up to placement. This could include responding 
,to a problem, assessing fpr modifications, staying in contact with both employer 
and employee to ensure satisfactory placement. At the same time, the business 
community must identify and specify' its needs to the various agencies working 



for the handicapped. 

Until this on-going communication is established, conflicting views between / 

* • * _ _ * 

rehabilitation agencies ahcf the business community will remain and qualified 
disabled persons, will continue to^Ae underplaced or unemployed. 
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Table 1 

.. . Summary of Results of JOB-MATCH Questionnaire 

Questions - Responses 

Yes No 

1. Would your company be receptive to 30 2 

a service especially developed to 
assist you. in, hiring qualified dis- 
abled individuals?. . ' 



2. Would you be wTTling to pay $bU-y/5 20~ 
• for %he service? . 



.3. Are you familiar with the Tax Reform - 11 10 
Act of 1976? \» ' 

4. Are you familiar'wiln the Federal Job 21 .13 
v Tax Credit? / 

■ : ) 

5. Would you Hike to receive t information 2y ; - 10 
about these credits? ' „ * " \ # V « 

\ * t \- 7 

6. Would you like to receive additional .23 7 
information" and/or workshops about ^ 

hiring the qualified disabled? 

■*.•", * 

7. Would be agreeable to our for- 23 11 
warding to your Personnel Director 

^/di questionnaire? # . 
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Table ^ «• , 
Job' Potential Checklist for Visible Disability 

f Jgb * " 0 Employer 

Air Conditioning Repairperson *** 0 
Sales **< ' """\ ' . * 9 , 

Computer Programming * ' » 

• Pilot ***-.." ; * 0 
Teller ** * .4 
Hacker *** " .• « • ' 1 
Surgeon *** i% \ 0 
Public Relations * A * 10 . 
Ca^fer ** . ■ .-4 ') 

• Construction Worker *** . , ^ 0 
Counter Attendent ** 3 
Secretary/Receptionist ** 2 
Payroll CTeYk ** '«., 7 
Corporate ^President * • 2 ■* 

TOTAJ* ' ' . 49 ; w ■ ' 



* Realistic } * 0 

** tinder-employment 
*** Unreal fstjc 
A Actual Job 



Table 3 



. Job Potential Checklist for Non-V1sible Disability 



Job 

Payroll Clerk ** . 
^Lawyer * 

Computer Programming* A 
Teller ** 



Pilot *** 



-ScJund Engineer *** 

Secretary/Receptionist ** 
. Corpofate^ President * 

Air Conditioning Repairperson *** 

Packer ** 
a Construction Worker *** ■ * 

. Cashier ** 

Public Relations * 

Surgeon *** 
. Sales * 



i 



Employe rs 

8 - • 
0 
11 

7 • 



0 
2 
0 
0 
2 
0 
8 
4 
0 
1 



Counselors 

11 ■ 

1 
25 

7 

0 
2 

1 

1 

2 

0 

5 
21 

0 
17 



Total 



,43 



92 



v ■ * Realistic 

> ** Under-empl'oyment » 

*** Unrealistic 

A Actual ' Job 

J ' 
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Table 4 



Break-dowa of Job Choices of Employers* 



Visible 
Handicapped 



sfble 



Non-Visfble 
Handicapped 



* * 

Appropriate 


Under-employment 


. .28 


20 


16 


27 


X, 




44 

> 





48 



43 



TOTAL = 91 



*n = 11 
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Table 5 



Visible 
Handicapped 



Non-Visible 
Handicapped 



Break-down of Job Choices of Vocational Rehabilitation Counselors* 

V 



Appropriate 



Underemployment 



• 


/ 




65 


20 


85 








6r 


\ ' 26 


•9/ 


i 




t 


\ 130 


46 . 






TOTAL = 

i 


*» 

17-6 f ; 




m • 





V 



*n = 25 " 
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Table 6 



Results of Employer* and Counselor** Questionnaire * 
1. Interviews need to be modified when interviewing an individual who is; 



Disability 


Employer, 


Counselor 


Cerebr t al Palsied 
Drug Addicted 
Emotionally Disturbed^ 
Epi,leptic 
Hearing Impaired 
Learning Disabled 
Mentally Retarded 

Neurologically Impaired (Head Trauma) 
Speech Impaired . 
Visually Impaired \ 

Wheelchair Dependent 

> 


7 
6 
8 
4 
5 

' n . 

.10 
5 
5 
5 

• 4 


8 
2 
7 

* 4 
• 22 
6 

17 

14 1 . 
13 
14 
13 


Jobs and/or areas need to be modified when an individual 


is hired "who is: 


Disability 


Employer 


Counselor • 



Cerebral Palsied 
Drug Addicted 
Emotionally Disturbed 
Epileptic' . , 

Hearing" Impaired 
Learning Disabled 
Mentally Retarded 

Neurologically Intpaired (Head Trauma) 
Speech Impaired 
Visually Impaired 
Wheelchair Dependent 



9 
4 
7 
6 
8 
7 
8 

5*" 
5 

10 
13 



16 

i 

. T 
12 
15 

4 

5 

14 - 
5 

15 

-25 



3. information about an individual's disability is necessary BEFORE INTERVIEWING 
an individual who Is: 

Disability 



Cerebral Palsied 
Drug Addicted 
Emotionally Disturbed 
Epileptic' 
Hearing Impaired 
Learning Disabled 
Mentally Retarded 

"iurologically Impaired (Head Trauma) 
Speech Impaired 
Visually Impaired- 
Wheelchair Dependent 



Employer 


Counselor 


- .13 


16 


10 


8 


12 


13 


11 


16 


11 


14 


'12 


14 . 


'12 


13 


12 


13 


10 . 


. 11 


11 


15 


11 
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' Table 6 Cont: 

4. Information about an individual's disability is necessary BEFORE HIRING 
individual who is: • 

Disability 



Cerebral Palsied 
Drug Addicted " 
Emotionally Disturbed 
EpMeptic 
Hearing Impaired 
Learning Pisabled 
Mentally Retarded 

Neurologically, Impaired (Head Trauma) 
Speech Impaired 
Visually Impaired 
Wheelchair Dependent 

5. Information about an indivi,dual,'s disability is necessary AFTER HIRING 
individual who is: j. 



Employer 


Counselor 


• 

' - 14 


18 


13 


1 10 


13 


13 


12 


16 


11. 


1 12 


- 12" 


12 


13 


13 


12 


13 


12 


10 


12 


13 


13 


17 ■ 



Disability o * 

Cerebral Palsied 
Drug Addicted 

Emotionally Disturbed » • 
Epileptic * f 
Hearing Impaired 
Learning Disabled 
Mentally Retarded 

Neurologically Impaired (Head' Trauma) 
Speech Impaired 
Visually Impaired 
Wheelchair Dependent 

< 

6. Information that, is desired includes; 
Information 

Legal concerns 1 
General Information about disability 
Effects of disability on job performance 
Other (specify) 

7. Information should be supplied by: 
S ource 

Orally by a professional 
Pamphlets, booklets, brochures 
Written report by a professional 
Handicapped individual , 
Other (specify) *| 



Employer 

7 
7 
7 
8 
8 
7 
8 

7 x 
8 
8 
7 



Empl oyer 

11 
14 
16 
3 



Employer 

7 
5 

13 
10 
0 



Counselor 

6 
4 

• 5 " 
5 ' 
-6 
4 
6 

. 4- 
3 
• 7 
9 



Counselor 

5 
21 
20 

2 



'Counselor 

11 
7 
21 

J 
1 
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8. During the interview the handicapped individual should: 



Behavior 



Empl-oyer 



Volunteer information about the disability 14 

State limitation's- as well as abilities s 

Never mention t he disability q 

Other (specify) J jj 



Counselor 1 

! 

9 
•21 
. 1 
4 



9 ' tlviSsT 9 S6rv1ce ^Pacifically -developed for the placement of disabled 



/ 



Yes 
No 



Employer 



Counselor 



/ 



15 
1 



10. Would you be willing to pay for-this service?. " 

Employe r 



25 
0 



Yes 
No 



Counselor 



3 
12 



Yes 
No 



Employer 



13 
3 



12. Jfould you be willing to pay for a follow-up, service?. 

Empl oyer 



Yes 
No 



Counselor 

25 
0 



Counselor 



3 
12 



*N = 17 
**N = 25 
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